The main purpose of this study is to ascertain how human resources management tool of motivation can bring about employees job satisfaction in an organization with particular focus on Cross River University of Technology (CRUTECH), Calabar. The study was inform by the fact that as a scholar with interest in HRM, it has become worrisome as regards the increasing reoccurrence of the problem of poor job satisfaction in organizations. The sample consisted of 202 employees of the university selected from a population of 802 through simple random sampling technique. The instrument used for collecting data for the study was a 20-item questionnaire. Chi-square and correlation-co-efficient statistical methods were used to test the hypotheses. The following were the findings of the study: 1. There is significant relationship of employees motivation on their job satisfaction (2) There is a cordial relationship between management employees relationship and employees job satisfaction. On the bases of these findings, it was concluded that motivation as a tool of Human Resource Management should be taken seriously in order to achieve employees job satisfaction in organizations.
INTRODUCTION

Human Resources Management (HRM)
is both a field of study and a practice. It focuses on the whole process of planning, finding, building, coordinating, utilizing work force and handling the formal system for the management of people within the organizations until and after retirement. Peretomode (2001) consider Human Resources Management as a process of bringing people and organization together so that the goals of each of them are met.
The successful management of human resources is one of the keys to the effective operation of an organization. Managers in both private and public sectors must all tap the talent of their human resources if they are to be successful. If organizations are to accomplish their objective, (Mathis and Jackson, 1982) .
An organization therefore must seek to get competent people into it fold. Consequently, the human resources most be well motivated and properly managed to create job satisfaction if the organization is to achieve its goals. This implies that an organization has to plan for its current and future human resources needs.
Motivation is used to describe the complex forces, drives tension states, or other mechanisms that initiate and maintain voluntary activity directed towards the achievement of goals, (Hoyand Miskel, 1987) . It is an inner state that actuates or moves. As Mathins and Jackson (1982) put it, "it is an emotion or desire, operative on a person's will and causing that person to act. Motivation", they added, "is concerned with human behaviour". It attempt to account for the "drive" or 'wants' inside an individual rather than describing the individual's action or behaviour.
The term 'job satisfaction' has been defined in several ways. We define it as the feelings (Good or bad) that one has about the work and the environment that causes a person to say "I am satisfied with my job" (Middlemist and Hitt, 1981; Hopock, 1985) . It is thus "The pleasurable or the appraisal of one's job or job experience" (Locke, 1976) 
Statement of the problem
The Cross River University of Technology (CRUTECH) as the organization under study embraces the classical theory of management as its management strategy Henry F. and Mayo E, (Cole, 1990) . The management strategy emphasis is more on the structure and activities of the university and less emphasis on motivating the employees for maximum achievement for which it was set up. As a scholar of Human Resources Management, "the increasing reoccurrence of the problem of poor job satisfaction of employees in organization is disturbing. This study therefore, seeks to ascertain how Human Resources Management (HRM) tool of motivation as a determinant of job satisfaction can bring about job satisfaction among employees of CRUTECH.
Literature Review/Theoretical Framework
Human Resources Management represents the discovering of personnel management over the last decade. Human Resources Management (HRM) has taken on an increasing theoretical significance as it has become part of the wider socio-logical debate concerned with new management paradigms. The point to note here is that, Human Resources Management (HRM) is an approach to management of the employment relationship with distinctive set of human resources policies and practices designed to produce specific outcomes to secure the greater commitment of employees and improve organizational performance. The present study falls in line here, as it looks at the extent to which motivation as a tool of Human Resources Management (HRM) can bring about job satisfaction of workers in an organization. The literature reviewed (Henry F. and Mayo E.) also presented the hard version and soft version of Human Resources Management (HRM). The hard version sees people as any other economic factor as a cost that must be controlled, through coercion and sanctions. Management and workers here see themselves as antagonist, suspecting each other's move. On the other hand, the soft version sees people as 'human' and thus advocate investment in training and development and the adoption of commitment strategies to ensure that highly skilled and loyal workers give the organization a competitive advantage. Management and workers see themselves as partners that must work together to achieve organizational goals and workers interest.
Evidence from the literature (Henry F. and Mayo E.) and findings from the studies reviewed indicate that, management of organizations tend to lay more emphasis on the structures and activities of the organizations using the classical management theory which sees management in terms of planning, organizing, commanding, coordinating and controlling. Less attention was paid on the people and their needs as the decisive factor in achieving organizational effectiveness. This study therefore seeks the extent to which motivation as a tool of human resources management can bring about job satisfaction in an organization with emphasis among CRUCTECH employees (junior employees).
The use of relevant theoretical framework is an indispensable requirement in any meaningful research work, because such a framework prevents aimless meandering.Herzberg's Dual factor theory is adopted for this study.
Herzberg's Dual factor theory has important application in Human Resources Management (HRM) and job satisfaction. It was introduced by Fredrick Herzberg in the late 1950s (Cole, 1990) . His argument is based on this empirical work, that there are two separate categories or factors in the work place, those that are related to job satisfaction and those that are related to job dissatisfaction. Those factors that contribute to job satisfaction result to the job content and are called motivators or satisfiers or intrinsic factors. Herzberg (1996) pointed out that when motivators are present in the work situation, they lead to strong motivation, satisfaction and job performance, but do not cause dissatisfaction when they are absent. At worst, the absence of motivators can only resent in no satisfaction. The motivational factors are: Achievement, Recognition, Advancement Promotion, the work itself, possibility of professional growth and Responsibility.
The other category or factors is referred to as hygiene, dissatisfier, maintenance, or extrinsic factors. These factors are related to the work context. He maintained that if these factors (extrinsic) were present in the work situation, the employees would not necessarily be either motivated or satisfied. When these factors (extrinsic) are not forth coming, dissatisfaction occurs and the opposite of satisfaction is nosatisfaction. Herzberg identified ten hygiene factors: company policy and administration, technical supervision, interpersonal relations with supervisors, interpersonal relatives with peers, interpersonal relations with subordinates, salary, job security, personal life, working conditions, and status.
Herzberg's two factors theory has application in motivation and job satisfaction. It suggest that to motivate employees, managers should focus on the motivators while at the same time try to maintain hygiene factors at an appropriate level so as to prevent dissatisfaction. Also, the message in the theory is simple, direct and persuasive and has inspired many mangers to redesigned their jobs in order to facilitate increased motivation.
METHODOLOGY
Null hypotheses
Based on the literature and theoretical framework reviewed, the following hypotheses were formulated to guide this study.
Null hypothesis one
There is no significant relationship of employees motivation on their job satisfaction.
Null Hypothesis two
There is no significant relationship of between management/employees relationship and employees job satisfaction.
Source of data collection
The questionnaire was used to collect data. The information gathered from literature reviewed informed the development of the questionnaire. In order to test and ascertain the validity and reliability of the research instrument, pre-test was first carried out on some of the employees of CRUTECH under study. The test came in a tentative questionnaire form aimed at determining the appropriate questions that would elicit the desired answers to the research questionnaire. Based on the reactions of the respondents, certain modifications were made to the research instrument.
Methods of data analysis
Data collected were analyzed using chisquare and correlation coefficient statistical methods. The samples were randomly selected from the population of the study.
Data presentation, Analysis and Discussion of Findings
The researchers used four campuses to collect the data. That is; Calabar, Obubra, Ogoja I, and Ogoja II. Two hundred junior employees were sampled randomly using 200 questionnaire. Based on the strength of the campuses, Calabargot 80, Obubra 25, Ogoja I 60 and Ogoja II 35. Out of the 200 questionnaire distributed to the respondents only 180 representing 90% were duly completed and returned. The distribution is seen as presented in table 1 below. 
Data analysis
Hypothesis-by-hypothesis data analysis of results are presented here.
Hypothesis one
There is no significant relationship between employees motivation and their job
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satisfaction. This hypothesis is to test the employees motivation level and its relationship with their job satisfaction. The indices used in measuring motivation are promotion, recognition, in-service training and incentives. The responses are presented in items 1-12 of the research instrument which was used to analyzed the hypothesis. See appendix A for details.
The chi-square formula was used to test this hypothesis at (5%) 0.05 level of significance. The general chi-square formula for calculation is: 
Decision Rule:
If the x 2 calculated is greater than x 2 tabulated depending on the degree(s) of freedom and the level of significance the null hypothesis will be rejected.
Decision on Null hypothesis one
Following the decision rule as stated above, since the x 2 calculated of 46.96 is greater than the x 2 tabulated of 12.59 with six degree of freedom (df) and at 0.05 level of significance. It therefore means that we reject the null hypothesis. Thus, it can be said that, employees motivation has significant relationship on their job satisfaction.
Null hypothesis two
There is no cordial relationship between Management/Employees relationship and employees job satisfaction. This hypothesis is to test the relationship between Management/Employees and its relationship on employeesjob satisfaction. Items number 13-20 of the research instrument were used to analyzed the hypothesis. See appendix A for details.
The pearson product moment correlation coefficient statistical method was used to test this hypothesis. This is presented below. 
Decision Rule
If the t calculated is greater than the t tabulated depending on the degree(s) of freedom (df) and the level of significance we reject the null hypothesis.
Decision on Null hypothesis two
Based on the decision rule since the t calculated of 13.34 is greater than the t tabulated of 1.96 at 178 degrees of freedom and at 0.05 level of significant, we therefore reject the null hypothesis. Thus, it can be said that, there is cordial relationship between management/employees relationship and employees job satisfaction.
Discussion of Findings
The overall objective of this study is to as certain how human resources management tool of motivation as a determinant of job satisfaction can bring about job satisfaction among junior employees in Cross River University of Technology (CRUTECH). To achieve the above objective, two hypothesis were postulated and tested for statistical significance on the basis of the sampled data. The findings are an expression of the application of the literature review and theoretical framework discussed in this study.
Null hypothesis One:
There is no significant relationship of employees motivation on their job satisfaction. The chi-square x 2 calculated of 46.96 is greater than the x 2 tabulated of 12.59 with six degrees of freedom (df) and at 0.05 level of significance, it therefore means that the null hypothesis was rejected. Thus, it can be said that, employees motivation has significant relationship on their job satisfaction.
Null hypothesis two:
There is no cordial relationship between management/employees relationship and employees job satisfaction.
The correlation coefficient was used for the second hypothesis. Since the t-calculated of 13.34 is greater than the t-tabulated of 1.96 at 178 degrees of freedom and at .05 significant level, we therefore reject the null hypothesis. Thus, it can be said that, there is cordial relationship between management/employees relationship and employee job satisfaction.
CONCLUSION
Based on the findings of the study, it is clear that, the two null hypotheses were rejected. Therefore, the Cross River University of Technology (CRUTECH) which is under study must reappraise her management of human resources strategy in order to effectively motivate employees to prevent the increasing reoccurrence of the problem of poor job satisfaction of staff in the university (organization). This definitely will go a long way to achieving the vision of the university which is to establish a centre of excellence with adequate qualified and motivated employees engaged in high quality teaching and research for the production of graduates that can compete with their peers anywhere in the world.
RECOMMENDATIONS
On the basis of the findings therefore, the following recommendations are inevitable: Motivation of employees is very important in humanresources management. Performance appraisal is needed to provide employees with information as a means of motivating them. Management should take a systematic training (in-service) and development programme to build the skills of current employees and help them grow to their fall potential in the university.
Finally, management of the university should provide a high quality of work life such as: Workers should be paid equitable wages and recognition for their contributions. Supervision should be minimal and should be available when needed. Workers should be involved in decisions that affect them and their job. Job security should be provided and friendly relationship with coworkers should be developed. Facilities should be provided for personal welfare and medical attention.
APPENDIX A RESEARCH QUESTIONNAIRE
Please, kindly tick (√) your position on the scale as the statement impresses you. 
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